The problem investigated in this study is the influence of the leadership styles of principals on burnout as experienced by teachers. A total of 431 teachers from the Mafraq Education District in Jordan answered and returned questionnaires. The Maslach Burnout Inventory and the Administrative Styles Questionnaire were used. The study found no difference in perceptions of principals' leadership styles related to teaching disciplines among the study sample and no difference in burnout scores among Islamic teachers depending on their experience of teaching or school type. There was, however, a difference in Islamic teachers' burnout scores related to their gender. Several recommendations are made for coping with teachers' stress and burnout, contributing to better job performance.
Introduction
The pressures and challenges inherent in the modern workplace have resulted in a phenomenon called burnout, which affects many of the brightest and most enthusiastic talents in the teaching profession (Briscoe, 1984; Metz, 1979; Moore, 1981; H. Zabel & K. Zabel, 1982; Zghol, Khrysha & Khaldi, 2003; Vash, 1980) . This phenomenon has received the attention of many researchers because of its negative effects on the human element in the workplace (Cherniss, 1978) . Researchers agree that burnout is a negative reaction to occupational stress. Too much stress cripples and sometimes, even kills. (Conoway & Coleman, 1984) . Makableh and Al Rashdan (1997) define burnout as a drain of the mental energy of the individual, leading him to a state of psychological pressure caused by workload and requirements, the adverse consequences of which are reflected directly on the institution employing the individual. Maslach et al. (1996) suggest that the phenomenon of burnout has three dimensions: emotional exhaustion, depersonalization and lack of personal accomplishment. Lashkar and others (1986) list three important causes of burnout: (a) unrealised expectations and professional ambition, (b) burdens of the career, which cause a sense of frustration for professionals and ever-increasing pressure, and (c) the inability to control factors in the work environment that cause anxiety and stress. Maslach and Leiter (1997) , for their part, recognise six factors that cause burnout. The first is workload; as organizations attempt to maximize productivity, employees feel pressured and pushed to their limits. Second is lack of control; people may lose control over important aspects of their jobs because the organization hinders them in making important decisions, which may lead to a loss of interest in their work. The third factor is insufficient rewards; turbulent economic conditions may cause organizations to withhold material rewards from employees such as extra pay, prestige and security. Moreover, lack of such non-material rewards as performing enjoyable work may lead to burnout. The fourth factor is breakdown of the sense of community, which is an integral part of a healthy work environment and may be undermined by materialistic considerations. Another aspect of community is teamwork, which is an integral feature of work in manufacturing firms and service providers. Thus, when conflict arises between people, burnout takes place. Fifth is the absence of fairness; when people at work perceive unfairness, they are more likely to experience burnout. The final factor is conflicting values, which are common within organizations. For example, values important to the organization itself are efficiency and effectiveness, while the personal values of customers and employees may be overlooked. To avoid stress, all of these conflicting types of values should be handled properly.
Teaching is one of the professions causing most pressure; it is also among the most stressful environments in the community (Gold & Roth, 1994) . Teachers often develop feelings of disability accompanied by tiredness, leaving them in a state of weariness and psychological exhaustion (Mukablanhand & Salamah, 1993) . These feelings may lead to lack of motivation, resistance to change, loss of ability to invent in teaching and unjustified absence (Asker, Jamea, & Al-Ansari, 1986) , as well as fatigue, irritability, low level of performance at work and low self-esteem (Dwani, Al-Kilani, & Ulian, 1989; Tawalbeh, 1999; Alimat, 1993; Tahayneh & Issa, 1996) . School management plays a role in increasing or decreasing burnout among teachers (Frase, 1992) .
The school director can prevent burnout by changing the level of classes taught by teachers, by giving accurate and positive feedback, by diagnosing problems experienced by teachers and by showing interest in and gratitude for their efforts in order to reduce the sense of isolation that they may experience in school. Maslach and Leiter (1997) claim that the most important factor linked to the negative psychological state of teachers is a lack of support from school administrators. Recent research reveals that managerial stressors are related to ill health, job dissatisfaction, high absenteeism and turnover (Cooper, 1981; Cooper & Payne, 1978; Davidson & Cooper, 1983 , 1992 Quick et al., 1990) . More importantly, they are related to burnout.
With regard to the teaching profession, an analysis of the work, problems and burnout encountered by teachers has led researchers to conclude that teachers are affected by the leadership styles of their principals (Bertrand, 1981; Cherniss, 1980) . Most burnout literature suggests that a relationship exists between leadership style and burnout. This connection is validated in the works of Savicki and Cooley (1987) and Boenisch (1983) . Hersey and Blanchard (1977) and Fiedler (1967) argue that the dominance of one style depends on the specific situation (situational/contingency leadership), while Blake and Mouton (1978) contend that there is one best form of leadership, normative, which involves a simultaneous high concern for production and concern for people. They identify five major or dominant leadership styles: Caretaker Administration; Comfortable and Pleasant Administration; Authority-Obedience Administration; Team Administration; and Constituency-Centred Administration. These basic styles, which the authors claim are typical of most administrators, are then grouped into two dimensions of leadership: concern for production and concern for people. Boenisch (1983) found that as a group, student services professionals who rated themselves as having a low concern for people and a low concern for tasks reported high levels of stress. The more integrated the leadership style (concern for people and performance) the lower the level of stress. These findings are important for the present study, since they explore the effect of leadership style on burnout. Zghol, Khrysha and Khaldi (2003) investigated the burnout level among Kerak public high school teachers and its relationship to their perception of the leadership behaviour of their principals. The study found a high degree of burnout on emotional exhaustion and a moderate degree of burnout on depersonalization and lack of personal accomplishment. There were also significant differences in the degree of burnout among teachers due to gender, the highest degree of burnout found among male teachers. The highest degree of burnout was also found to be related to low levels of consideration.
Statement of the Problem
As educators enter the twenty-first century, organizational change continues to be a major source of stress for organization members in terms of work overload, lack of control, insufficient reward, absence of fairness or equity, work-home demands and supervisors' leadership styles. Successful burnout prevention and treatment efforts often require both individual and organizational changes to be effective, rather than one or the other. Individuals must develop effective personal strategies to regain control and reduce their levels of stress. Similarly, organizations must help their employees by using organizational strategies to reduce work stress and ameliorate the effects of burnout in the work environment. The leadership behaviour of principals must be identified and evaluated for its influence on the degree of burnout experienced by teachers. Therefore, this study investigates the influence of the perceived leadership styles of principals on burnout among Islamic teachers in the Mafraq Education District in Jordan.
Importance of the Study
This study is important in that it attempts to identify the effect of the leadership styles of principals on burnout among teachers. Boenisch (1983) suggests that certain leadership styles may be associated with burnout among workers, while Burke (1982) notes that females are at significant risk of developing burnout. Demographic variables identified in the literature are studied to determine their impact on the incidence of burnout experienced by teachers.
This study may add valuable information to the existing literature on burnout among teachers in public educational settings. It may also promote further studies on burnout among public school teachers and identify www.ccsenet.org/res Review of European Studies Vol. 7, No. 11; leadership styles that promote individual effectiveness and reduce stress and burnout. It is an attempt to add to the body of knowledge describing the leadership styles of principals and the phenomenon of burnout among teachers of Islamic education. The specific population of this study will be such teachers in public education, whose burnout will affect significantly, the current student body, but also the pool of prospective students, the teachers themselves and the schools. This has national significance in that the culture and economy of Jordan are dependent upon public education for the development and maintenance of educational and cultural standards.
Purpose of the Study
The purpose of this study is to investigate the effects of the leadership styles of principals on burnout among Islamic teachers in the Mafraq education district. The following questions have been formulated to guide the research:
1) How do Islamic teachers perceive their principals' leadership styles?
2) Do Islamic teachers perceive these styles differently from teachers in other disciplines?
3) What is the degree of burnout among Islamic teachers? 4) What effect, if any, do principals' leadership styles, years of experience in teaching, teachers' gender, and school type have upon burnout among Islamic teachers in public schools?
Limitations of the Study
A limitation of this study is that its results are generalized only to those Islamic teachers working in the Mafraq education district in the academic year 2007/2008.
Operational Definitions
The following definitions are used throughout the study.
Leadership styles are behaviours that provide direction and structure for the task and show consideration for the followers' needs (Burke, 1982) . Leadership styles in this study are defined operationally as those five basic styles that are measured by the subjects who responded to the Administrative Style Questionnaire (ASQ) in the context of their perceptions of the leadership styles.
Burnout is defined as the subjects' response to the three subscales (Emotional Exhaustion, Depersonalization and Personal Accomplishment) of the Maslach Burnout Inventory (MBI) (Maslach & Jackson, 1986 ).
-A high degree of burnout is reflected in high scores on the Emotional Exhaustion (EE) and Depersonalization (DP) subscales and in low scores on the Personal Accomplishment (PA) subscale.
-An average degree of burnout is reflected in average scores on the three subscales.
-A low degree of burnout is reflected in low scores on the EE and DP subscales and in high scores on the PA subscale.
Methodology

Population and Study Sample
Population for this study is defined as all principals and Islamic teachers in public schools in the Mafraq Education District in Jordan. Ministry of Education sources list 161 Islamic teachers and 2151 other teachers.
The sample consisted of all 161 Islamic teachers (65 male and 96 female) and 270 other teachers (130 male and 140 female) selected randomly during the second semester of academic year 2007/ 2008. All 430 subjects returned completed questionnaires.
Data Collection Instruments
The Administrative Styles Questionnaire
The ASQ, based on the Managerial Grid concept of Blake and Mouton (1985) and Blake et al. (1981) , was used to measure subjects' perceptions of their principals' leadership styles. The Administrator Grid is represented as a grid with concern for production as the X-axis and concern for people as the Y-axis; scores on each axis range from 1 (low) to 9 (high). Blake et al. (1981) specify six basic administrative styles on the Academic Administrator Grid, defined by scores of (1, 1), (9, 1), (1, 9), (5, 5), (9, 9) and (9+9).
The ASQ was composed of 36 statements, six relating to each of the six styles:
1, 1: Caretaker Administration: Little concern for institutional performance and low involvement in exercising power and authority are typical of this leadership style. Because of a lack of leadership, subordinates' involvement is likely to be low. Questions 2, 12, 13, 24, 28 and 34 are concerned with the designation of this www.ccsenet.org/res Vol. 7, No. 11; style.
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9, 1: Authority-Obedience Administration: This leadership style has a high concern for institutional performance and a low concern for people. The major thrust is to get results, exercise power and authority in a unilateral way, and extract obedience from subordinates. Questions 3, 8, 18, 19, 26 and 33 explore this designation.
1, 9: Comfortable and Pleasant Administration: Institutional performance is low and concern for people is high in this orientation. The general belief is that when people are happy, results will take care of themselves and that there will be no need for supervision. Questions 1, 11, 15, 21, 29 and 36 address this designation.
5, 5: Constituency-Centred Administration: The emphasis in this orientation is on moderate institutional performance coupled with moderate concern for people. There is a balance between results and people, so that neither dominates. Leaders adopting this style attempt to gain acceptable results by doing whatever the superior expects and simultaneously avoiding actions that lead to criticism. Questions 4, 19, 17, 20, 30 and 32 are concerned with this designation. 9, 9: Team Administration: This orientation involves integration of concern for institutional performance with simultaneously high concern for people. Subordinates are encouraged to achieve the highest possible performance in terms of quality, quantity and personal satisfaction. Involvement is generated in people who are able to mesh their individual efforts to accomplish meaningful goals that are both sound and creative. Questions 5, 9, 16, 22, 27 and 31 are relevant to this designation.
9+9 Paternalism/ Materialism Administration: This orientation emphasizes a 9, 1 concern for performance coupled with a 1, 9 motivated approval giving for compliance. Control of subordinates is maintained by creating a relationship of obligation in such a way as to gain the warmth and affection of subordinates. Questions 6, 7, 14, 23, 25 and 35 on the ASQ are concerned with the 9+9 orientation.
The questionnaire used in this study was that used by Al-Omari, Shudaifat and Abu Nabaa (2008) 
Maslach Burnout Inventory-Educator Survey
The MBI-Educator Survey (MBI-ES) was used to measure burnout in three areas: emotional exhaustion, depersonalization and personal accomplishment. The EE subscale addresses feelings of being emotionally overextended and exhausted by work. The DP subscale addresses the unfeeling and impersonal response that an individual may exhibit towards a student or client in treatment or instruction. Finally, the PA subscale addresses an individual's feelings of work competence and successful achievement. An individual's response frequency related to each of the subscales is assessed using a seven-point (0 to 6) fully anchored response format. The MBI-ES authors recommend reporting personal accomplishment as actual computations of the item scores rather than as diminished personal accomplishment, as the literature, history of development and consistent use of the MBI have focused on that concept (Maslach et al., 1996) .
Burnout is not viewed as a dichotomous variable, but as a continuous one, ranging from low to high degrees of experienced feeling (Maslach et al., 1996 , p. 5):
-A high degree of burnout is reflected in high scores on the EE and DP subscales and in low scores on the PA subscale.
-Average scores on the three subscales reflect a moderate degree of burnout.
-A low degree of burnout is shown by low scores on the EE and DP subscales and in high scores on the PA subscale. Maslach et al. (1996) cite Iwanicki and Schwab's Cronbach's alpha estimates of reliability coefficients of .90 for EE, .76 for DP and .76 for PA on the MBI-ES.
The Arabic version of the questionnaire used in this study was that used by Al-Omari, Shudaifat and Abu Nabaa (2008) with Cronbach's alpha results were .85 for EE, .81 for DP and .78 for PA. The MBI-ES is a twenty-two-item, self-report instrument, with response categories ranging from 0 (= never) to 6 (= every day). Estimated time for respondents to complete the instrument is from 10 to 15 minutes. A scoring key is provided. Individual scores for each of the three subscales are categorized according to the charts provided, indicating a high, average or low degree of burnout in relation to similar professionals, according to norms provided (Maslach et al., 1996) .
Design and Data Analysis
The independent variables in this study were leadership styles (1, 1: Caretaker, 9, 1: Authority-Obedience, 1, 9: Comfortable and Pleasant, 5, 5: Constituency-Centred, 9, 9: Team and 9+9: Paternalism/ Materialism Administration), as measured by the ASQ, and demographic data (years of experience in teaching, teachers' gender and school type).
The dependent variables were the three types of burnout (EE, PA and DP) as measured by the MBI-ES. The SPSS statistical package was used to analyze the research data. 
Results
How do Islamic Teachers Perceive Their Principals' Leadership Styles?
Do Islamic Teachers Perceive Their Principals' Leadership Styles Differently from Other Teachers?
T-test results, means and SDs for the responses of teachers of Islamic Education and of other disciplines are shown in Table 2 . These indicate no differences between the two groups in perception of their principals' leadership styles. 
What Is the Degree of Burnout among Islamic Teachers?
To assess the degree of burnout among Islamic teachers, means and SDs were computed. The numerical cut-off points are shown in Table 3 , adapted from Maslach et al. (1996, p. 6 
What Effect do Principals' Leadership Styles, Years of Experience in Teaching, Teachers' Gender and School Type Have upon Islamic Teachers' Burnout?
A four-way multivariate analysis of variance (MANOVA) was used to test the effect on Islamic teachers' burnout of their principals' leadership styles as teachers perceived them, of their length of experience in teaching, their gender and school type. Results are given in Table 4 . No difference was found in burnout scores for perceived leadership styles, respondents' experience in teaching, or for school type, but Table 4 indicates that there was a difference in burnout scores according to teachers' gender. The omnibus F Test was statistically significant (F=7.781; df = 6; p<.00).
A univariate analysis was conducted as a follow-up test to assess the effect of Islamic teachers' gender on the burnout variables (EE, DP and PA). ANOVA results are given in Table 5 , while Table 6 indicates that teachers' burnout scores on depersonalization were significantly higher for female (M=16.893) than male respondents (M=13.967). 
Discussion and Recommendations
The negative consequences of stress and burnout have received extensive attention in recent years. Burned out employees are less productive, less energetic and less interested in their jobs. They are fatigued, depressed, irritable and bored. The direct and indirect costs of burnout to organizations include absenteeism, lower productivity, accidents, turnover and poor quality work (Lee & Ashforth, 1991) . In 1990, the cost of workers' compensation related to workplace stress claims was estimated at $60 billion (Hasty, 1991) .
The economic, social and ethical ramifications for organizations regarding stress and burnout cannot be overemphasized. In order to alleviate the negative consequences of workplace stress and its ultimate manifestation, burnout, managers need to play a more central role in helping employees to achieve higher performance levels. There is a need for intervention at the organizational level. Efforts should be directed at humanizing the work climate in order to maximize employee performance and minimize the negative aspects of job stress and burnout.
The analyses of the results of this study fail to identify specific leadership styles that lead to burnout, which agrees with Bertrand (1981) and Cherniss (1980) . No differences were found between Islamic teachers and those from other disciplines in the way that they perceived their principals' leadership styles.
The results of this study indicate that Islamic teachers suffer a high degree of burnout, reflected in high means on the Emotional Exhaustion and Depersonalization subscales and in average means on the Personal Accomplishment subscale, which agrees with studies by Scott (1978) , Vash (1980) , Austin and Gamson (1983) , Scott (1978) and Kanter (1979) .
The results also indicate that female teachers had higher depersonalization scores than males, in contrast to Zghol et al. (2003) , who found a higher level of burnout among male teachers, and Tawalbeh (1999) who found no statistically significant differences in burnout level attributed to teachers' gender. Teachers may be at greater risk of depersonalization because their daily working life often includes large periods of isolation from their professional peers. While teachers do interact with others on a regular basis throughout the workday, the majority of such interactions are with students, not with other teachers or professional staff members who might better understand the demands they face.
No significance difference in teachers' burnout scores was found to correlate with their experience in teaching, which differs from the results, reported by Askar et al. (1986) . The present study also found no difference in Islamic teachers' burnout scores by school type, whereas Askar et al. (1986) report a relatively low degree of burnout among secondary school teachers.
Burnout is the result of a long period of stress and from the perception of a teacher that the resources available to deal with the stress are not adequate. In other words, the stressors (demands of the job) outweigh the resources available to deal with them. For example, a teacher must face a classroom full of students every day, negotiate potentially stressful interactions with parents, administrators, counsellors and other teachers, and ensure that the students meet increasingly strict standards of accountability (Wood & McCarthy, 2000) .
www.ccsenet.org/res Vol. 7, No. 11; Prevention of teachers' burnout may come from organizational practices that allow teachers some control over their daily challenges. At the individual level, self-efficacy and the ability to maintain perspective with regard to daily events have been described as "anxiety-buffers" (Greenberg, 1999) . At the institutional level, other factors may help mitigate teacher stress. Kyriacou (2001) offers the following advice for schools: Consult with teachers on matters such as curriculum development or instructional planning, which directly affect their classrooms. Provide adequate resources and facilities to support teachers in instructional practice. Provide clear job descriptions and expectations in an effort to address role ambiguity and conflict. Establish and maintain open lines of communication between teachers and administrators to provide administrative support and performance feedback, which may act as a buffer against stress. Allow for and encourage professional development activities such as mentoring and networking, which may engender a sense of accomplishment and a more fully developed professional identity for teachers.
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Based upon the findings and the conclusions of this study, the following recommendations are made. Attention should be given to the lack of difference observed in this study between leadership styles as perceived by Islamic teachers and other teachers with whom they work closely. This study should be replicated with a broader group of Islamic teachers and principals to explore whether differences can be identified in the variables under study. Training programmes should be developed to teach administrative strategies for coping with stress and burnout. Teachers who do not have any source of support available to them will become less effective in their classroom instruction and in relationships with students and other teachers. Schools could lose valuable resources if teachers leave the profession. The cost of a stress reduction programme is low compared to the loss of an experienced employee.
Appendix A Administrative Styles Questionnaire Self Assessment
Six areas of leadership are identified in this questionnaire. In each area are statements, which describe various styles of leadership. Please read all of the statements and then rank each statement from 1-6 with:
6 being your preferred style, 5 being your second most preferred style, 4 being your third most preferred style, 3 being your fourth most preferred style, 2 being your fifth most preferred style, and 1 being your least preferred leadership style.
Each statement must be ranked differently. There can be no duplicate ranks. Vol. 7, No. 11; 2015 344 23 I terminate it but thank people for expressing their views. 6 5 4 3 2 1 24 I remain neutral or seek to stay out of conflict. 6 5 4 3 2 1 25 I have the last say and make a sincere effort to see that his/ her decisions are accepted.
6 5 4 3 2 1 26 I place a high value on making my own decisions and rarely is influenced by others.
6 5 4 3 2 1 27 I place a high value on arriving at sound decisions based on understanding and agreement.
6 5 4 3 2 1 28 I allow others to make decisions or come to terms with whatever happens. 6 5 4 3 2 1 29 I look for decisions that maintain good relations and encourage others to make decisions. Each statement must be ranked differently. There can be no duplicate ranks. 
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